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306-310; participants, 306-307; prac- 
tical implications, 315, 319; procedure, 
307-308; purpose, 303; results, 310- 
313; study limitations, 317-318; theo- 
retical framework, 304-306; trainee 
learning and, 305; trainee performance 
and, 305, 313, 315, 317; trainee self- 
efficacy and, 305, 314-315, 317 


H 


Hatcher, T., “Research Integrity: Ensuring 
Trust in the Academy,” 1-6 

Heuristic models, 265 

High-performance teams: American culture 
and, 422-423; Boeing example of, 418; 
communication and, 418-419, 422; 
competency-based training and, 420; 
difficulties of developing, 417; Fortune 
1000 companies and, 417; guidelines for 
creating, 423; importance of, 417; 
Jostens example and, 421-422; Kendall- 
Futuro company example and, 320-321, 
leadership change and, 420; performance 


567 
q 
q . 
— 


rewards and, 420-421; responsibility 
and accountability and, 419-420; setting 
standards and, 419-420; starting slowly 
with, 420; steering committees and, 420; 
targeting success and, 419-420; training 
and development and, 421-422; Volvo 
example of, 419. See also Teams 

Higher education: accountability and 299; 
HRD programs and, 299; standards and 
accreditation and, 299 

Holladay, C. L., “Reactions to Diversity 
Training: An International Comparison,” 
529-545 

Hollensbe, E. C., “General and Specific 
Self-Efficacy in the Context of a Train- 
ing Intervention to Enhance Perfor- 
mance Expectancy,” 111-129 

Holton, E. F, Ill, “A Critical Analysis of 
HRD Evaluation Models from a 
Decision-Making Perspective,” 257-280; 
“Development and Validation of the 
Learning Transfer System Inventory in 
Taiwan,” 55-84 

“How the AHRD 2005 Conference Cre- 
ated New Learning: Preliminary Results 
of a Case Study,” 547-555 

“How to Create a High-Periormance 
Team,” 417-423 

HRD evaluation models: assumption 1 
normative models are correct, 271-274, 
assumption 2: normative models are not 
correct, 274-276; behavioral decision 
approach and, 262-264; bounded 
rationality approach and, 264-265; 
critical outcome technique and, 265; 
critique of, 269-270; decision theory/ 
research and, 259-260; Evaluative 
Inquiry for Learning in Organizations, 
268-269; heuristic models and, 265; 
image theory and, 267-268; incremental 
models, 267;moral/ethical models, 267; 
multiattribute, 276; narrative models, 
266, naturalistic decision approach and, 
266-269; need for better, 259; normative 
decision-making approach and, 259- 
261, organizational decision-making per- 
spective on, 259; rational-economic 
approach and, 262; recognition models, 
266; recommendations for HRD practi- 
tioners and, 277; research directions on, 
270-277; scenario model, 266; story 
models, 266-267; success case method 
and, 265; learning paradigm, 347; 


Index 


meaning-of-work paradigm, 347-349, 
performance paradigm, 347-348. HRD 
professionals. See Informal workplace 
learning, by teaching and HRD pro- 
fessionals (study); Value priorities, of 
HRD professionals (study) 

HRD research: controversies in, 430-432; 
critique vs. collegiality and, 430-431; 
learning vs. performance and, 430; 
qualitative vs. quantitative method and, 
431; theory vs. practice and, 431-432. 
See also Research integrity; Researchers 

Hsiao, C.-Y., “Modeling Turnover Inten- 
tions and Their Antecedents Using the 
Locus of Control as a Moderator: A 
Case of Customer Service Employees,” 
481-499 

Human capital theory, 87 

Human resource development (HRD): 
accreditation and, 299-300; complexity 
of field of, 345-346; controversies in, 
430-432; defining, 345-346; identity 
problem of, 346, 365-366; standards 
for, graduate program, 299-300. See 
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